ABSTRACT
INTRODUCTION
he source of competitiveness generated from human resource development at the knowledge-based information society in the 21-st century. It is that competitiveness of all organizations which is composing this society such as the country and area and corporation is decided according to systematic knowledge management and creation, practice. Therefore, the importance of human resource development that take charge of management, creation, practice to knowledge should be emphasized. So, in the Future, most important resource of organization is the talented human resources who possess predictability to global environment and competitiveness. General demand about corporation's human resource will be fluctuation, but competition about superior human resources's security may be violent.
T Korea made to leave many employees because there are much restructurings bringing big change in organization since the IMF economic crisis in situation that is emphasized to the importance of superior human resources's security, and so, individuals were faced on particular situation that is collapsed to the place of work at lifelong. Unlike past, many employees select voluntary and actively turnover. Also, more and more it is made as an opportunity for own career development. Already, some employees choose voluntary resignation to age of 30 with reemployment possibility.
Such voluntary turnover can become a new opportunity such as career development to individual, but voluntary turnover of excellent employees causes fairly expensive damage in organization. As well as, security and preservation, development of the talented human resources will be dominate that company's life and death at the age of limitless competition.
So far, research about cause of really voluntary turnover executed actively, but there is seldom research about cause that do so that employee may remain within organization. Therefore, this research wishes to focus on some method to solidify competitive power through that organization keeps the talented human resource.
So, this study is begun under expectation which improvement of job embeddedness that is concept that explain why employees are remained within organization may bring improvement of organizational citizenship behavior. Then, employee's risen job embeddedness makes reason that employee must remain within organization strongly. And this may bring satisfaction and commitment to organization and it is going to bring satisfaction both organizational life and individual life. Similarly, it may become an opportunity of organizational development through that keep satisfied employees' job commitment and high performance and human capital of high level in organization. Finally, it may also contribute more to organizational effectiveness.
The present research was designed to examine the relation between organizational citizenship behaviors and job embeddedness, organizational identification, job performance, voluntary turnover intention as following.

First, this study examine relationship between organizational citizenship behavior that influence on organizational security, preservation, growth and a level of employee's on-the-job embeddedness.  Second, this study examine relationship between the level of employee's organizational citizenship behavior and job performance, voluntary turnover intention, organizational identification.  Third, this study examine the mediating effect of employee's organizational citizenship behavior between job embeddedness and job performance, voluntary turnover intention, organizational identification.
Finally, we suggest some ways to improve job performance and reduce voluntary turnover intention and improve organizational identification through results of these verification.
CONCEPTUAL BACKGROUND

Organizational Citizenship Behavior
Early, Katz and Kahn, in The Social Psychology of Organizations (1978) , argued that effective organizations elicit three quite different patterns of behavior from members: (1) organizations must attract and hold people; (2) they must insure that members exhibit "dependable" levels of performance(in-role behavior); and (3) they must evoke "innovative and spontaneous behavior beyond role requirements for accomplishing organizational functions(extra-role behavior)." This last category includes cooperative activities with fellow members, actions protective of the system, self-training for additional contributions, and actions that promote a favorable climate for the organization in the external environment. In Organ & Near(1983)'s research, prescribed third of three behavior type that is classified by Katz as "organizational citizenship behavior".
OCB is defined as extra-role behavior that is discretionary behavior, not directly related to the individual's job description and not recognized by the formal reward system, but behavior that helps the organization and/or its members. An example would be that, when a worker sees another worker in trouble or needing help, the worker goes to the other's aid without being asked or directed to help. The worker often leaves his own job to help but does not expect any material reward (Organ, 1988) .
(1) Dimensions of OCB
Researcher Dimensions
Smith, Organ & Near(1983) altruism, generalized compliance Motowidlo(1984) consideration, self-acceptance, anti-sexism Williams, Podsakoff & Huber(1986) , Konovsky(1986) altruism, compliance, attendance Graham(1986) rule obedience, enabling others, pursuit of excellence, loyalty, civic virtue Organ(1988) altruism, conscientiousness, courtesy, civic virtue, sportsmanship Organ(1990) altruism, conscientiousness, courtesy, civic virtue, sportsmanship, peacekeeping, cheerleading MacKenzie, Podsakoff & Fetter(1991 objective performance, altruism, courtesy, civic virtue, sportsmanship This research examined laying emphasize on Organ's research which is verified by many researchers.
Job Embeddedness
For over 45 years, management scholars have theorized about and empirically investigated the causes of employees' voluntarily leaving jobs, or "voluntary employee turnover" (Maertz & Campion, 1998) . The concept of Job embeddedness extends theory and research on voluntary turnover.
Most of the current theory and research on voluntary turnover springs from the ideas of March and Simon (1958) on the perceived ease and desirability of leaving one's job. The perceived ease of movement is reflected by job alternat ives, and the perceived desirability of movement is usually taken to mean job satisfaction. The traditional wisdom is that people become dissatisfied with their jobs, search for alternatives, compare those options with their current jobs using an expected-value-like decision process, and leave if any of the alternatives are judged to be better than their current situation (Mobley, 1977) .
Although much of the research described above has shown significant results, the findings are modest, at best. In their quantitative reviews, Hom and Griffeth(1995) and Griffeth and colleagues(2000) reported that attitudinal variables control only about 4 to 5 percent of the variance in turnover.
That is why, a number of researchers have attempted to break away from the attitudes and alternatives model generally prescribed by the theorists mentioned above. The foundations for job embeddedness are three other sets of ideas that have emerged from this growing literature.
First, a body of empirical research suggests that many off-the-job factors are important for attachment. The original turnover models of Price and Mueller (1981) , Steers and Mowday (1981) , and Mobley (1982) include such "nonwork" influences as family attachments and conflicts between work and family roles. More recent research on "spillover" models explains how family and work life are related (Marshall, Chadwick, & Marshall, 1992) . Cohen (1995) shows how nonwork commitments like family, hobbies, and church influence job attitudes and attachment. Lee and Maurer (1999) , moreover, found that haying children at home and a spouse were better predictors of leaving a job than organizational commitment.
Second, a variety of factors have been empirically associated with retention that are not attitudinal but organizational. Inducements to stay can derive from working with groups or on certain projects that create types of commitment other than the attraction a person has for his or her job or organization. For example, many companies use teams to induce attachments (Cohen & Bailey, 1997) . Reichers (1985) labeled these attachments "constituent commitments" and includes attachment to unions, teams, and other work-related groups.
Third, in research on the unfolding model of turnover (Lee & Mitchell, 1994 ; Lee, Mitchell, Holtom, McDaniel, & Hill, 1999), the cited authors describe different ways people decide to leave organizations, identifying four distinct path s. From our perspective, the interesting points are that many people who leave [1] are relatively satisfied wi th their jobs, (2) don't search for other jobs before leaving, and (3) leave because of some sort of precipitating event (which Lee and colleagues call a shock) rather than because of a negative attitude. In addition, the content or issues involved with sh ocks frequently occur off the job; a spouse relocating is an example.
Thus, these results provide clues as to why the attitude-search models only predict modestly well who leaves jobs. In many cases, negative attitudes or job search are simply not associated with leaving (Campion, 1991). Collectively, these different and nontraditional ideas helped Mitchell, Holtom, Lee, Sablyski, and Erez(2001) to develop the job emheddedness construct.
Mitchell, Holtom, Lee, Sablyski, and Erez(2001) focused on why people stay rather than on how they leave. In particular, they drew attention to the reasons people stay through their job embeddedness construct. Reflecting the idea of people's being "situated or connected in a social web," embeddedness has several key aspects: (1) the extent to which people have links to other people or activities, (2) the extent to which their jobs and communities fit other aspects in thei r "life spaces," and (3) the ease with which links could broken-what they would give up if they left their present settings. Mitchell and his coauthors called these three dimentions links, fit, and sacrifice, respectively, and they are important both on and off the job. Mitchell and his colleagues (2001) provided initial empirical support for job embeddedness. Briefly, job embeddedness includes individuals' (1) links to other people, teams, and groups, (2) perceptions of their fit with job, organization, and community, and (3) what they say they would have to sacrifice if they left their jobs.
Job embeddedness is conceived as a key mediating construct between specific on-the-job and off-the-job factors and employee retention. It represents a focus on the accumulated, generally nonaffective, reasons why an employee wo uld not leave a job, which comprise a sort of stuckness, inertia, or bias toward the status quo. Each of the three dimensions -fit, links, and sacrifice-has an organizational and a community component. Though both "organization" and "community" are abstractions that are socially constructed, they capture domains in which people can be embedded. That is, job embeddedness can be disaggregated into two major components: on-the-job embeddedness (that is, organizational fit, links, and sacrifice) and off-the-job embeddedness (that is, community fit, links, and sacrifice).
Fit is defined as an employee's perceived compatibility or comfort with an organization and with his or her environment. An employee's personal values, career goals, and plans for the future must fit with the larger corporate culture and the demands of his or her immediate job (job knowledge, skills, and abilities). In addition, a person will consider how well he or she fits the community and surrounding environment. The better the fit, the higher the likelihood that an employee will feel professionally and personally tied to an organization(Mitchell, Holtom, Lee, Sablyski, and Erez(2001).
(2) Links
Links are characterized as formal or informal connections between a person and institutions or other people. Embeddedness suggests that a numher of strands connect an employee and his or her family in a social, psychological, and financial web that includes work and nonwork friends, groups, and the community and the physical environment in which he or she lives. The higher the number of links between the person and the web, the more she or he is bound to job and organization. People have many links among the various aspects of their lives. Leaving their jobs and perhaps their homes can sever or require the rearrangement of some of these links.
(3) Sacrifice
Sacrifice captures the perceived cost of material or psychological benefits that may be forfeited by leaving a job. For example, leaving an organization implies personal losses like giving up colleagues, interesting projects, or perks. The more an employee would give up when leaving, the more difficult it will be for him or her to sever employment with the organization (Shaw, Delery, Jenkins, & Gupta, 1998). Community sacrifices (as well as links and fit to some extent) are mostly an issue if one has to relocate. Leaving a community that is attractive and safe and in which one is liked or respected can be hard.
Voluntary Turnover Intention
Voluntary turnover intention means that employees wish to leave at organization voluntarily as alternative variable of actual turnover. Turnover intention has been assumed and found to be the only antecedent having a direct effect on actual turnover 
Organizational Identification
Organizational identification concerns the perception of "oneness" with an organization (Ashforth & Mael, 1989 ). The construct has firm roots in social identity theory; Tajfel(1978) defined it as the "cognition of membership of a group and the value and emotional significance attached to this membership". The cognitive component of identification reflects the perceived amount of interests an individual and an organization share (Ashforth & Mael, 1989) . It conveys the extent to which an individual perceives him/herself as belonging to the group and as being a typical member of it. The affective component (feelings of pride in being part of the organization or feeling acknowledged in it) is important in the creation of a positive image of one's own organization, or achieving a "positive social identity" (Tajfel, 1982) .
HYPOTHESIS
1.
On-the-job embeddedness and organizational citizenship behavior
High on-the-job embeddedness reflects (1) many links, (2) a good fit, and/or (3)consequential things that an employee gives up by quitting, the motivation to perform should be high. That is, employees with high on-the-job embeddedness will (1) be involved in and tied to projects and people, (2) feel they fit well in their jobs and can apply their skills, and (3) sacrifice valued things if they quit. Correspondingly, the motivation to perform should be high. (Low motivation should occur when on-the-job embeddedness is low.)
The relationship between job embeddedness and the decision to perform can be further specified. In the last decade, the domain of performance has been divided into in-role and extra-role (e.g., Williams & Anderson, 1991) . In-role performance is similar to job-description-based specifications of performance, whereas organizational citizenship behavior is part of a larger family of extra-role behaviors (Van Dyne, Cummings, & McLean Parks, 1995). Most often, citizenship is seen as an employee's actions that help others better perform their jobs (for instance, training co-workers) and thereby enhance organizational effectiveness.
Conceptually, the more an individual is job embedded (or socially enmeshed) in an organization, the more likely he or she should be to display citizenship behaviors. In particular, people may be interdependent (or linked to one another), and helpful acts may be consistent with their feelings of comfort (or fit) stemming from being part of that social network. The more an employee fits a job, colleagues, and organization, the more natural it should be to perform citizenship behaviors. In addition, helping others may be perceived as promoting others' future helpful acts. Foregoing the opportunity to help other interdependent people may well be seen as a sacrificed opportunity to gain an owed favor. Indeed, the theory and research on social exchange (Van Dyne & Ang, 1998), norms of reciprocity (Gouldner, 1960) 
Much of the above reasoning explicitly involves the effect of on-the-job embeddedness on (in-role) job performance and (extra-role) organizational citizenship. Most importantly, the attributes of a job and an organization should be significantly more salient for the immediate motivation (and decision) to perform than are off -the-job factors. On-the job embeddedness should be more proximal to a decision to perform (as manifested by citizenship behaviors and job performance) than the more distal decision to participate (as reflected by turnover and absences, which involve future states and off-thejob considerations). That is, employees have to perform immediately (or right now), whereas they may be absent next week or quit next month. Although off-the-job embeddedness should have an effect on performance, it should be relatively minor. In particular, the saliency of the immediate job and organization supersedes, renders less meaningful, or makes less potent the more distal effects of off-the job embeddedness on the decision to perform.
This study focus on individuals staying on their job. Therefore, because these contents and purpose of this research and a specificity of our country(Unlike United States of America, link with local community such as local community contribution activity is slight level yet), we measured only on-the-job embeddedness.
Hypothesis 1:
On-the-job embeddedness will be positively related to organizational citizenship behavior. Hypothesis 1a: Individual's fit to the organization will be positively related to organizational citizenship behavior. Hypothesis 1b: Organizational links will be positively related to organizational citizenship behavior. Hypothesis 1c: Organizational-related sacrifice will be positively related to organizational citizenship behavior.
2.
Organizational citizenship behavior and Organizational Identification, Job Performance, Voluntary Turnover Intention (1) OCB and Job Performance
Despite the widespread interest in the topic of organizational citizenship behaviors(OCBs), little empirical research has tested the fundamental assumption that these forms of behavior improve the effectiveness of work groups or organizations in which they are exhibited. Podsakoff, Michael, MacKenzie(1997) is tested the effects of OCBs on the quantity and quality of the performance of 218 people working in 40 machine crews in a paper mill located in the Northeastern United States were examined. The results indicate that helping behavior had a significant impact on performance quality. However, civic virtue had no effect on either performance measure.
(2) OCB and Voluntary Turnover Intention
The relationship between OCB and turnover has not been well documented empirically. Although Rosse and Hulin (1985) included a group of avoidance behaviors (some of them appeared to be similar to OCBs) in their study, they conceptualized these behaviors only as reactions to job dissatisfaction and thus did not examine their impact on turnover. Indirect evidence is found in a study by Wells and Muchinsky (1985) , in which they found that supervisors rated employees who quit their organizations as less reliable and less dependable than those who were promoted. Although Wells and Muchinsky did not define the concepts of reliability and dependability, they appear to be more like extrarole than in-role characteristics. In fact, this concept is similar to one type of OCB-conscientiousness. Also, Xiao-Ping Chen et al. (1998) conceptualized levels of organizational citizenship behavior (OCB) performance as a behavioral predictor of employee turnover and empirically examined the strength of this relationship. Data were collected from 205 supervisor-subordinate dyads across 11 companies in the People's Republic of China. The results provided considerable support for the hypothesis that supervisor-rated OCB was a predictor of subordinates' actual turnover. In particular, subordinates who were rated as exhibiting low levels of OCB were found to be more likely to leave an organization than those who were rated as exhibiting high levels of OCB. (3) OCB and Organizational Identification Lee (1998) proposed that loyalty, participation, altruism of OCB had positive effects on Organizational Identification.
On the basis of the theoretical linkage and suggestive empirical relationship between OCB and staying in organization, we hypothesized that OCB is a predictor of job performance and voluntary turnover and organizational identification.
Hypothesis 2:
Organizational citizenship behavior(altruism, conscientiousness, courtesy, civic virtue, sportsmanship) will be positively related to job performance, voluntary turnover intention, organizational identification. .
Hypothesis 2a:
Organizational citizenship behavior will be positively related to job performance. Hypothesis 2b: Organizational citizenship behavior will be negatively related to voluntary turnover intention. Hypothesis 2c: Organizational citizenship behavior will be positively related to organizational identification. . Also, there are improved to understanding of the decision to participate and to perform at work. First, job embeddedness can be disaggregated into two major components: on-the-job embeddedness (that is, organizational fit, links, and sacrifice) and off-the-job embeddedness (that is, community fit, links, and sacrifice). Second, these two components may have different effects on indicators of performance and participation (absences and turnover). Third, emoyee withdrawal occurs over time, with a decision about participating. That is, on-the-job embeddedness significantly effects on OCB that is a predictor voluntary turnover. Moreover, we can analogize that this organization citizenship behavior will be influence to the performance, turnover, identification of organization for long-term.
On the basis of the reviewed theories, we also hypothesized that OCB mediate the effect of on-the-job embeddedness on organizational effectiveness.
Hypothesis 3:
Organizational citizenship behavior mediate the effect of on-the-job embeddedness on job performance, voluntary turnover, organizational identification. Hypothesis 3a: Organizational citizenship behavior mediate the positive effect of Individual's fit to the organization on job performance. Hypothesis 3b: Organizational citizenship behavior mediate the negative effect of Individual's fit to the organization on voluntary turnover intention. Hypothesis 3c: Organizational citizenship behavior mediate the positive effect of Individual's fit to the organization on organizational identification. Hypothesis 3d: Organizational citizenship behavior mediate the positive effect of organizational links on job performance. Hypothesis 3e: Organizational citizenship behavior mediate the negative effect of organizational links on voluntary turnover intention. Hypothesis 3f: Organizational citizenship behavior mediate the positive effect of organizational links on organizational identification.
Hypothesis 3g:
Organizational citizenship behavior mediate the positive effect of organizational-related sacrifice on job performance. Hypothesis 3h:. Organizational citizenship behavior mediate the negative effect of organizational-related sacrifice on voluntary turnover intention. Hypothesis 3i: Organizational citizenship behavior mediate the positive effect of organizational-related sacrifice on organizational identification.
DATA AND METHODS
Sample
Surveys were distributed to 300 randomly selected employees in Seoul, Busan, and Gyeongnam, Korea Of the 300 surveys, 268 surveys (89.33%) were returned. Thirteen surveys were not included in the analyses because they: (1) were illegible, (2) had no identifying information, or (3) were identifiable but blank. Thus, our sample's data come from 255 employees and represent a 85 percent response rate. Within our sample, Men Comprised 71.8 percent of the respondents; and 33.7 percent were about 20, 48.6 percent were in thirties; and 85.4 percent had taken more than some college courses; 45.9 percent work in the office; 49 percent were non-supervisors.
Measure
Fifty-two completed questionnaires were considered valid for the purpose.
(1) On-the-job embeddedness
We assessed on-the-job embeddedness using 18 items from the scale described by Mitchell et al (2001) and Lee et al(2004) . Five-point Likert scales were used. Response options were 1("never") to 5("always"), and a sample item is "I would sacrifice a lot if I left this job." (2) Organizational citizenship behavior
To measure employees' OCB, we used 17 items developed by Niehoff & Moorman(1993) . We used the fivedimension scale. Each of five constructs-altruism, courtesy, sportsmanship, conscientiousness, and civic virtue included items describing specific behaviors. Response options were 1("strongly disagree") to 5("strongly agree"), and a sample item is "Helps others who have been absent." (3) Job Performance, Voluntary turnover intention, Organizational identification Job Performance was measured with 4 items from Tsui(1984) and McAllister(1995) . Response options were 1("strongly disagree") to 5("strongly agree").
Voluntary turnover intention was measured with 6 items from Mobely(1982) and Becker(1992) . Response options were 1("strongly disagree") to 5("strongly agree"), and a sample item is "I often think about quitting."
Organizational identification was measured with 5 items from Mael & Ashforth(1992) . Response options wer e 1("strongly disagree") to 5("strongly agree"), and a sample item is "I become irritated when I hear others outside [organization] criticize the company."
RESULTS
To ensure that completed questionnaires conformed with reliability requirements, futher tests were conducted. An exploratory factor analysis with varimax rotation was conducted on all self-reported items for on-the-job embeddedness, organizational citizenship behavior, job performance, voluntary turnover intention, and organizational identification. Tests indicated that the factor loading of all variables exceed 0.5. Only, principle component analysis of "links" scale resulted in two unambiguous factors: a three-item factor comprised item referring to "individual's links" and three-items descriptive of "interpersonal links". The Cronbach's α reliability(using all the items) for this overall measure was 0.6604-0.9107. Table 1 presents correlations for all study variables.
Table 1
Correlations among Study Variables Next, we used multiple-regression analysis to test each of our hypotheses. Tolerance and Variance Inflation Factor(VIF) values were examined. Tolerance values above .10 and VIF values below 10 indicating that multicollinearity was not a problem in these data.
(1)
Hypothesis 1 Hypothesis 1 predicted that on-the-job embeddedness would be positively related with OCB. And, Hypothesis 1a predicted. individual's fit to the organization would be positively related with OCB. Hypothesis 1b predicted, organizational links would be positively related with OCB. Hypothesis 1c predicted, organizational-related sacrifice would be positively related with OCB. As expected, individual's fit to the organization (β=0.530, p=0.000) and organizationalrelated sacrifice(β=0.214, p=0.000) was positively related to OCB. But, interpersonal's links was not predictive of OCB(p=0.321) and individual's links was predictive OCB(β=0.125, p=0.005). Thus, Hypothesis 1a, 1c is supported, and Hypothesis 1b is only partially supported. Therefore, Hypothesis 1 is partially supported.
Table 2
Results of Regression Analyses Predicting OCB (2) Hypothesis 2 Hypothesis 2 predicted OCB(altruism, conscientiousness, courtesy, civic virtue, sportsmanship) would be positively related with staying in organization. And, Hypothesis 2a predicted OCB would be positively related with job performance. As results, OCB's altruism(β=0.180, p=0.001), sportsmanship(β=0.166, p=0.001), civic virtue(β=0.223, p=0.000), courtesy(β=0.340, p=0.000) was positively related to job performance. But, conscientiousness was not predictive of job performance(p=0.191). Thus, Hypothesis 2a is only partially supported.
Hypothesis 2b predicted OCB would be negatively related with voluntary turnover intention. As results, OCB's altruism (β=-0.145, p=0.012), courtesy(β=-0.194, p=0.001), civic virtue (β=-0.241, p=0.000), sportsmanship (β=-0.327, p=0.000) was negatively related to voluntary turnover intention. But, conscientiousness was not predictive of voluntary turnover intention (p=0.210). Thus, Hypothesis 2b is only partially supported.
Hypothesis 2c predicted OCB would be positively related with organizational identification. As results, OCB's altruism(β=0.285, p=0.000), courtesy(β=0.214, p=0.000), civic virtue(β=0.361, p=0.000) was positively related to organizational identification.. But, conscientiousness(p=0.830), sportsmanship(p=0.377) was not predictive of organizational identification. Thus, Hypothesis 2c is only partially supported. Also, Hypothesis 2 is only partially supported.
Table 3
Results of Regression Analyses Predicting Job performance Table 4 Results of Regression Analyses Predicting Voluntary turnover intention Table 5 Results of Regression Analyses Predicting Organizational identification (3) Mediational analyses
To test for mediation, one should estimate the three following regression equations: first, regressing the mediator on the independent variable; second, regressing the dependent variable on the independent variable; and third, regressing the dependent variable on both the independent variable and on the mediator. Separate coefficients for each equation should be estimated and tested. There is no need for hierarchical or stepwise regression or the computation of any partial or semipartial correlations. These three regression equations provide the tests of the linkages of the mediational model. Table 6 shows that OCB mediate the positive effect of on-the-job embeddedness on job performance, and Table  7 shows that OCB mediate the negative effect of on-the-job embeddedness on voluntary turnover intention, and Table 8 shows that OCB mediate the positive effect of on-the-job embeddedness on organizational identification.
As examined Table 6 , 7 and 8, Hypothesis 3(3a, 3b, 3c. 3d, 3e, 3f, 3g, 3h, 3i) is supported.
Table 6
Mediating effects of OCB between on-the-job embeddedness and Job Performance Table 7 Mediating effects of OCB between on-the-job embeddedness and voluntary turnover intention Table 8 Mediating effects of OCB between on-the-job embeddedness and organizational identification
DISCUSSION
This study founded correlation of on-the-job embeddedness, job performance, voluntary turnover and organizational identification. Also, it is founded that the mediating effect of organizational citizenship behavior in that relationship. The findings have implications for organizations. First, job embeddedness (which can be established through building community, developing a sense of belonging, establishing deep ties among employees, and deepening social capital) may increase retention, attendance, citizenship, and job performance. Furthermore, organizations can be proactive about job embeddedness: links can be increased through teams and long-term projects; sacrifice can be increased by connecting job and organizational rewards to longevity; and fit can be increased by matching employees' knowledge, skills, abilities, and attitudes with a job's requirements. Equally important, managers can increase off-the-job embeddedness by providing people with information about the community surrounding their workplace and by providing social support for local activities and events (Mitchell, Holtom, & Lee, 2001 ).
Second, the present study provide support for our hypothesis that OCB mediate the negative effect of on -the-job embeddedness on voluntary turnover intention. And, OCB is negatively related to voluntary turnover intention. Our results clearly show that employees who exhibit low levels of OCB are more likely to leave an organization than those who exhibit high levels of OCB. Therefore, organizations must try that encourage for employees through OCB. Seniors' initiative is required for setting an example. Can plan together organization's development and employee's growth through these effort.
However, this research has some limitations. On the basis of this, research direction that can be spread in hereafter is as following.

First, concept of job embeddedness that is used as independent variable in this research is concept that include both on-the-job factors and off-the-job factors. However, because this research wishes to offer constructive suggestion in corporation, only we executed empirical test for on-the-job embeddedness. Did so because of special quality of our country, but, If interchange with local community is increased later, that study together offthe-job embeddedness may become significant research.  Second, It is founded high relationship between turnover intention and really voluntary turnover in many researches, but it is having limit that cannot do that take place of actually voluntary turnover, necessarily. Therefore, to grasp correctly whether independent variable influences to turnover process, research that measure including actual voluntary turnover may have to be executed.  Third, Although this research examined that job embeddedness effects on employee's job performance, voluntary turnover intention and organizational identification, it is true that psychological part, that variables of oganizational effectiveness that is used by this research can receive effect according to individual personality, is included. Thus, Future research can be examined mediation effect by individual personality in this relationship.
Finally, to problem of a measurement tool, this research used only questionnaire. But, if used method such as interview together, this research may explain more definitely reason with these results.
